ORGANIZING CLERICAL WORKERS:
DETERMINANTS OF SUCCESS RICHARD W. HURD and ADRIENNE McELWAIN* This paper investigates factors influencing the outcome of union organizing efforts among clerical workers in the private sector. Drawing on interviews with union officials involved in clerical organizing campaigns, the authors analyze NLRB data on elections held in 1979. They find that the percentage of clerical workers voting yes in representation elections was related positively to the strength of the union presence in the state and employment growth in the industry, and negatively to the level of strike activity in the state and management resistance to unionization. The delay between the filing of an election petition and the holding of the election had no significant effect on the vote. W ITH employment declining in those industries where unions have traditionally been strongest, unions must expand their presence in sectors of the economy where employment is growing in order to avoid further declines in membership and influence. Most of the expanding industries are in the service sector, where clerical workers account for a majority of employment. Labor leaders are aware of the importance of responding to the changing economy. In a 1984 AFL-CIO seminar, for example, several speakers called for increased organizing activity among women workers in white-collar occupations. The most notable proponent of this position was Thomas Donahue, secretary-treasurer of the national AFL-CIO (Bureau of National Affairs 1984:77 Academic researchers have explored some aspects of the challenge facing the labor movement as it attempts to organize the service sector. Several studies have explored the impact of gender on expressed interest in unionization or on the outcome of union certification elections (see, for instance, Antos, Chandler, and Mellow 1980; Lawler and Hundley 1983) . Although results are mixed, most analysts conclude that women workers are at least as likely as men to support unionization (Stephen and Kaufman 1986; Farber 1985) . Some researchers have moved beyond the question of gender to explore the unionization potential of workers in specific occupations and industries. Most of these studies have compared broad categories of workers, such as white-collar workers and blue-collar workers (Maranto and Fiorito 1987) . None of the published research has investigated directly the factors that influence support for unionization among workers in the clerical occupations. This study is an attempt to fill that void.
Professional research on union organizing in recent years has focused on the results of union certification elections conducted by the National Labor Relations Board. Most of the research has attempted to statistically explain election results for a specific time period based on aggregate data (see Heneman and Sandver 1983 for a summary of the research). Following a similar approach, this study uses election data for 1979 to estimate a model of the outcome of NLRB elections in units of clerical workers. Although some of the independent variables were selected based on prior research on NLRB elections, others were generated from interviews with organizing directors and organizers from unions particularly active among clerical workers. This reliance on interviews with union organizers sets this study apart from previous research.
The Organizer Interviews
In order to gain a better understanding of the factors affecting the outcome of NLRB elections involving clerical units, interviews were conducted in 1985 and 1986 with national and local union officials with relevant organizing experience. 1 Although only ten interviews are cited below, the picture that emerges is based on more than fifty interviews with representatives from eight national unions involved in private sector clerical organizing: the Teamsters, the Service Employees, the Communications Workers, the Food and Commercial Workers, the Office and Professional Employees, the Auto Workers, the International Brotherhood of Electrical Workers, and the Hotel Employees.
Specific organizing techniques vary considerably from one union to another, but there are a few principles that seem to be accepted by most clerical organizers. The 1 Interview schedules are available from the authors on request. We interviewed union organizers rather than management representatives because it was easy to locate organizers with extensive experience in clerical campaigns, whereas management representatives are unlikely to specialize in responding to clerical worker organizing campaigns. organizers portray clericals as very cautious and thorough when considering whether to support an organizing campaign. Personal contact with these workers is especially important. To facilitate a personalized approach, the organizing committee is typically quite large, consisting of 10 percent or more of the proposed unit. Most organizing takes place during small meetings over lunch. Union meetings after work are avoided because clerical workers often have responsibilities at home to which they must attend. 2 Although organizers vary in the degree of emphasis they place on written communication, all agree that newsletters or flyers in clerical campaigns must be prepared with careful attention to style, grammar, and appearance because clerical workers' skills and the demands of their jobs make them sensitive to such matters (Kushner 1986; Lechow 1985; Margolies 1986; Rahke 1986; Saporta 1986; Schaffer 1985) .
Organizers sometimes target selected groups of clerical workers, and occasionally even mount advertising campaigns to attract interest, but most organizing occurs in response to inquiries from workers. Contrary to the impression given by press reports about a few high-visibility clerical locals, "women's issues" are seldom central to a clerical organizing campaign. Although many clerical organizers are eager to promote issues such as child care or pay equity, private sector clericals do not typically view their workplace concerns from a feminist perspective. In fact, traditional trade union issues predominate in most clerical organizing campaigns (Hill 1985; Margolies 1986; Saporta 1986; Schaffer 1985) . Further, as is true for other types of workers, union organizing among clerical workers is most likely to succeed where the workers suffer arbitrary and unfair treatment or economic neglect by management (Margolies 1986; Nussbaum 1986; Schaffer 1985) .
Although the organizers interviewed agree that private sector clerical workers are open to unionization, they view clerical organizing as very slow in comparison to organizing among other types of workers, and they do not expect dramatic membership gains among these workers in the short run. Three main reasons are cited for this opinion.
First, the personalized organizing approach described above is more timeconsuming than traditional plant gate leafleting supplemented by mass union meetings and rallies. Second, because most clericals are women who have, in varying degrees, accepted the subservient role implicit in their jobs, more attention must be given to building self-confidence than in campaigns among other groups of workers. Third, clericals typically have little prior personal experience with unions, and tend to view them as institutions dominated by angry groups of male employees. It takes time to build confidence and break down stereotypes, and frequently some type of educational program must be integrated into the organizing campaign in order to accomplish these objectives (Kushner 1986; Ladin 1985; Nussbaum 1986; Rahke 1986; Saporta 1986; Schaffer 1985) .
The biggest barriers to organizing private sector clerical workers all relate to fear-fear of job loss, fear of strikes, and fear of being ostracized by fellow workers or management. Being on friendly terms with management is more important to clericals than to most other workers, because clerical workers typically interact regularly with management as part of their job. Fear of strikes is also more prevalent among clericals than among other workers. This fear usually stems either from a misunderstanding of unions and how the decision to strike is made or from a desire to work out differences amicably in order to maintain a congenial working environment. Fear of job loss may be based on the fear of being fired for union activity or it may reflect familiarity with major layoffs by unionized employers in the industry or local area (Kazel 1986; Kushner 1986; Margolies 1986; Nussbaum 1986; Saporta 1986) .
Union avoidance consultants are present in most elections and play on the fears of clericals in their campaigns (Kazel 1986; Nussbaum 1986; Rahke 1986 ). The consultants use legal challenges to delay elections in order to obstruct the organizing campaign. Although it takes longer for unions to lay the groundwork for elections in clerical units, once a petition has been filed the organizing committee expects the process to move quickly; delays create frustration and hurt morale (Kushner 1986; Nussbaum 1986; Saporta 1986) . Where workers are already familiar with unions, union avoidance campaigns flounder, fear is less of a problem, and the organizing process is speeded up considerably. Knowledge of unions can come from any of several sources: other employees at the same workplace may be represented by a union, unions may have a strong presence in the community, family members or close friends may have experience with unions, or the employees who are objects of the organizing drive may themselves have prior personal involvement in a union (Hill 1985; Kushner 1986; Margolies 1986; Nussbaum 1986; Rahke 1986; Saporta 1986; Schaffer 1985) . 3 The interviews with organizers highlight some potentially important factors influencing the outcome of union representation elections among clerical workers. As explained below, several of the hypotheses suggested by the interviews are similar to those tested in prior research on union certification elections in non-clerical units. Other hypotheses, however, either have not been tested previously or at least 3 Although the interviews focused on organizing among private sector clerical workers, the organizers made frequent observations comparing private sector campaigns with public sector campaigns. Public sector campaigns are widely viewed as less difficult for unions for several reasons: opposition from management is not as stiff and management consultants are not as common; access to workers on the job is more open; organizing proceeds more quickly, and the intensive personalized organizing approach is less likely to be necessary; and because of legal limitations on public sector strikes, the fear of strikes is not a major issue. Some organizers specifically observed that in the near future unions will focus on public sector clerical organizing because it is less difficult (Margolies 1986; Nussbaum 1986; Rahke 1986 ). take on new meaning because the interviews suggest explanations that differ from those offered in prior studies.
Empirical Model
Studies of union certification elections typically either analyze the individual's decision to vote for or against representation or analyze the election itself. Because our goal is a better understanding of the factors affecting the outcome of a union certification election among clerical workers, we adopt the election-level focus. The outcome of an election can be specified either as the proportion of voters who vote for union representation or as a win-lose dichotomous variable. We examine a percent-vote model in the belief that this specification reveals more about the election outcome than does a simple dichotomous specification. In addition, the factors that are hypothesized to influence the decision to vote for or against union representation may significantly affect the proportion of individuals voting for the union without altering the election outcome.
We have chosen to classify the factors influencing the outcome of a union certification election into three categories: variables related to worker interest in unionization, variables related to management resistance to unions, and miscellaneous election and bargaining unit characteristics. Each of these categories is discussed below. Table 1 presents definitions and data sources.
Variables Related to Worker Interest in Unionization
Level of unionization. The level of unionization in the state is included because nonunion workers can be expected to be more open to unionization in states where unionization is firmly established than in other states. Seeber and Cooke (1983) have demonstrated a significant positive relationship between the level of unionization in a state and the union victory rate in elections among all types of workers, and the interview results lead us to expect the same to hold for clerical workers. Seeber and Cooke define the variable as the percentage of workers organized in the state in which the election is held. We define a variable in this manner but we also explore the impact of an alternative measure of the level of unionization: the number of locals in the state per thousand employed. We feel that a worker's awareness of unions in a state may be more a function of the number or "saturation" of locals in the state than of the percentage of workers who are unionized. That is, the amount of publicity unions enjoy may hinge more on the number of locals than on the number of union members.
Labor movement vitality. Because unionization is not common among clerical workers, they are likely to be particularly influenced by the vitality of the labor movement in their local area. If the labor movement is growing in their area, the prospect of unionization should be more appealing. If the labor movement is shrinking in their area, the prospect of unionization may appear not only less attractive, but even threatening.
As in the case of defining level of unionization variables, for labor movement vitality we use two measures: the change from 1975 to 1980 in the percentage of the labor force that was unionized in the state, and the change in the number of locals per thousand employed in the state. We believe the latter is the better measure. The number of union members may change due to the expansion or contraction of employment in unionized workplaces independent of any action on the part of organized labor. A change in the number of locals, on the other hand, reflects either successful organizing of new units or, conversely, the decertification of existing units or shutdown of unionized facilities.
Strike activity. Our interviews with union organizers indicated that opposition to or fear of strikes is a significant issue in many clerical organizing campaigns. We hypothesize that the level of strike activity in a state will be negatively related to the percentage of clerical workers voting for the union because such activity can be expected to exacerbate these fears. At least one other study has investigated the impact of strike activity on NLRB election results, but in a somewhat different context. Maranto and Fiorito (1987) tested the impact of a specific union's strike activity on that union's likelihood of victory in a representation election. Although their hypothesis of a negative relationship is similar to ours and is generally supported by their empirical tests, our interest is focused on the level of strike activity in the state rather than a specific union's reputation.
Change in industry employment. An index of the change in employment in the relevant three-digit SIC industry over the eight-year period prior to the election is included to reflect the health of the industry. Given that clerical workers are largely unorganized, we postulate that they will be more inclined to favor unionization if employment in the industry is expanding. Where employment is declining, unionization might be viewed as hastening the decline by increasing labor costs. This variable is designed to capture in part the barrier to unionization posed by the fear of job loss noted by clerical organizers.
We should mention that this hypothesis is at odds with hypothesis concerning union organizing in manufacturing in the 1973-76 period, although the negative relationship he hypothesized did not prove to be significant. Seeber's focus, however, was on production workers in manufacturing, among whom unionization was firmly established in the mid-1970s. Clerical workers can be expected to respond quite differently because unionization is less common in clerical occupations and therefore potentially more threatening in an industry with declining employment.
Unemployment. The unemployment rate for clerical workers in the state is included as one measure of economic conditions. Although those studies that have used unemployment as an independent variable have not established a significant relationship between that variable and the union victory rate (see Heneman and Sandver 1983:533), we nevertheless hypothesize that a higher unemployment rate among clerical workers will discourage support for unions by increasing the fear of job loss.
Relative wages. Studies of the determinants of the voting behavior of individuals have found that a substantial proportion of the variance in voting behavior can be explained by employee satisfaction levels (Heneman and Sandver 1983:539) . In election-level studies, the satisfaction of the employees is also likely to influence the outcome of a union election. Kochan (1979) has demonstrated that one factor affecting job satisfaction is the perceived equity in pay scales among different types of workers. This finding is consistent with the observation of clerical organizers that economic neglect is often a prime motivator for unionization.
Unfortunately, lack of data makes it impossible to construct a variable measuring the pay of clerical workers relative to other workers in the company in which the election is being held. Instead, we use state-level data to define a wage ratio variable that is the ratio of median clerical workers' earnings to the median earnings of all workers in the state. 4 Higher levels of the wage ratio should lead to more job satisfaction among clerical workers and to lower union victory rates. Therefore, we hypothesize a negative relationship between the dependent variable and the wage ratio variable.
Variables Related to Management Resistance of Unions
Type of election. Heneman and Sandver (1983:551) urge researchers to maintain distinctions among consent, stipulated, regional director-ordered, and Boardordered elections in order to control for "differing conditions surrounding the elec-tion and differing attitudes and behavior on the part of labor and management." Seeber and Cooke (1983) note a significant positive relationship between consent elections and the union victory rate. They hypothesize that a consent election indicates a lack of strong management resistance to the organizing campaign and employer satisfaction with the definition of the election unit.
As Cooke (1983:406) describes it, a stipulated election indicates that the employer "wants a hearing about unit determination and wants disputes over campaign activities and election outcomes to be resolved by the five-member Board." Cooke's statement is not totally accurate, because a stipulated election is like a consent election except that one of the parties (usually management) "reserve[s] the right to raise these issues after the election takes place" (Taylor and Witney 1979:225) . Nonetheless, the employer's reservation of the right to challenge such issues as the scope of the unit, the eligibility of employees, the time and place of the election, and related matters indicates a more cautious, less cooperative attitude toward the election than would be expected of managers who accept a consent election. An employer who chooses a stipulated election rather than a consent election is therefore likely to be more aware of strategies to reduce the chance of a union victory and more likely to mount an active campaign against unionization. Given the report by organizers that union avoidance consultants are present in most clerical elections, the distinction between consent and stipulated elections is likely to be important.
On the other hand, consent elections reflect less disagreement than exists in regional director-ordered or Boardordered elections. A regional director-or Board-ordered election may occur if an appeal of election details is filed before the election takes place. Alternatively, a new election may be ordered if an unfair labor practice was committed that influenced the outcome of the original election. Because of the acrimony that would exist in either case, an ordered election is less likely to result in a union victory than a consent election.
We define two dummy variables to account for the differences among these types of elections. The first takes on a value of one for a stipulated election and the second takes on a value of one for a regional director-ordered or a Board-ordered election. The coefficients on these variables both reflect a contrast with consent elections, and therefore we hypothesize a negative relationship between each of these variables and the percent vote for the union.
Delay. Consistent with the opinions of the clerical organizers we interviewed, the relationship between the union victory rate and the delay from the filing of an election petition to the conduct of the election has been found to be consistently negative in those studies that included a delay variable (Heneman and Sandver 1983:544) . Support for unions tends to erode with delay for two reasons: 5 the elapsed time allows management to mount a campaign against the union, and, simultaneously, the enthusiasm and time commitment of the union organizing team (typically dominated by members of the work unit devoting personal time to organizing activity) tends to wane.
Clerical employment ratio. An employer's incentive to resist unionization depends on the impact that unionization is expected to have. suggests that the capital to labor ratio is important because the potential impact of unionization on cost increases with the ratio of labor costs to total costs. The capital to labor ratio is probably not as important a factor in management resistance to clerical worker organizing as it is in resistance to organizing efforts by production workers, however, because in many industries (including all of manufacturing) clerical workers account for a very low proportion of total employment. We therefore define a variable that measures the ratio of clerical employment in the in-dustry to total employment in the industry. Ceteris paribus, the higher this ratio, the greater the incentive for management to resist unionization and the lower the expected pro-union vote.
Miscellaneous Election and Bargaining Unit Characteristics
Unit size. Unit size has been one of the most thoroughly investigated variables in prior research on NLRB election outcomes. Increases in the size of a unit are hypothesized to be associated with less cohesiveness among the employees and reduced employee communication, so that one might expect a negative relationship between unit size and the percentage of workers voting for union representation. Prior empirical studies have consistently found such a relationship (see Heneman and Sandver 1983:544) . Following Cooke (1983), we introduce the unit size variable as I/SIZE, where SIZE represents the number of employees eligible to vote in the certification election.
Voter turnout. The few studies that have examined voter turnout in an election have found it to be negatively related to the union victory rate (Heneman and Sandver 1983:544) . The explanation hypothesized for this result is that marginally interested voters tend to support the status quo, and therefore their participation reduces the union's chances of winning. This explanation accords with the accepted wisdom among management consultants, who typically advocate an aggressive "get-out-the-vote" campaign to improve the odds for a defeat of the union (Gagala 1983:72-73) .
Number of unions. Some elections involve more than one union contending for votes. The presence of more than one union organizing campaign is likely to increase employee awareness and interest and increase the proportion of employees voting for union representation. Furthermore, because unions vary significantly in style, militance, and organizing strategy, with more than one option the individual worker is more likely to find a union choice that matches his or her preferences.
Multi-union dummy variables have been used in only a few studies of election outcomes (see, for example, Delaney 1981; Becker and Miller 1981) . In spite of statistically insignificant results in prior studies, Heneman and Sandver (1983:552) urge researchers to incorporate variables that distinguish between single union and multi-union elections because "interunion comparisons and rivalry . . . may play a significant role in influencing the results of multiunion elections."
Data and Results
We chose to analyze NLRB elections held during 1979 because it was the onlv year for which we could get detailed data for all of our variables. During 1979 there were 735 conclusive NLRB elections held in units consisting of office, clerical, and other white-collar workers. 6 A number of these elections are not included in our empirical analysis. We have deleted 70 decertification elections, 19 employerpetitioned elections, one expedited election, 11 elections held outside the United States, and 12 observations because of missing or bad data. 7 Our final sample consists of 622 elections, 54.7 percent of which were won by a union. 8 Table 2 contains the results obtained 11 Conclusive elections are those in which a decision is made -that is, in which one of the alternatives on the ballot receives a majority of the votes and no run-off election is necessary. If no alternative receives a majority, a run-off is held between the two highest vote-receiving alternatives. The NLRB data set does not include the first inconclusive election results. If a run-off is necessary, only the results from the run-off election are available. ' We are interested in elections in which the union has conducted a standard organizing campaign and has voluntarily filed for an election. Emploverpetitioned and -expedited elections occur under unusual circumstances, typically involving organizational picketing and sometimes violations of the N.L.R.A. section 8.b.7 restrictions (Mvers and Twomev 1975:265-66; Tavlor and W'itnev 1979:299-300, 464-65) . We would expect these elections to turn out quite differently from those in which the union has requested an election, and thus we have excluded them from our sample.
"By comparison, unions had a win rate of 41.6 percent in elections held among production workers in 1979. from ordinary least squares estimation of four specifications of the model. In all cases the dependent variable is defined as the number of votes for union representation divided by the total number of votes. The multi-union dummy variable is excluded from specification (1) but included in specifications (2), (3), and (4). The only elections included on the NLRB tape are conclusive elections. In cases of a first election involving two unions resulting in a run-off election involving only one of the unions, the multi-union dummy variable takes on a value of zero, indicating the presence of only one union in the actual conclusive election included in our data set. The fact that there was at one time more than one union vying for employee support cannot be taken into account in our multi-union variable. Be-cause biases may arise if this dummy variable does not accurately account for the number of unions that are or were candidates in the election, we present a specification that excludes this variable. 9 As is readily apparent from the results reported in Table 2 , the presence of more than one union vying for support in an election is a significant factor in increasing the proportion of employees who vote for union representation, but the remaining coefficients are not affected when the multi-union dummy variable is deleted. Specifications (1), (3), and (4) employ the strike variable that measures the proportion of workers in the state who went on strike during 1979. It could be argued that this measure does not accurately capture the perceived strike activity for those elections held early in 1979. Because of our particular interest in clerical workers' fear of strikes, we define a second strike variable for inclusion in specification (2): the average of strike activity in 1978 and 1979 if the election was held in the first six months of 1979, and simply strike activity in 1979 if the election was held in the last six months of 1979.
Specifications (1), (2), and (3) use the variables on the number of locals to measure unionization levels. Specification (4) differs from the other specifications in the use of the more conventional measure of unionization level -percentage of workers organized in the state in which the election was held.
An examination of Table 2 shows that, except for the delay variable, the signs of the coefficients are those expected. Because of our strong a priori ideas on the signs of the coefficients, the hypothesis tests for the statistical significance of the individual coefficients are all performed as one-tailed tests. The F-ratio indicates that a statistically significant relationship exists between our set of independent variables and the percent vote for union representation.
• We have identified only nine elections in which this inaccuracy could have occurred.
Variables Related to Worker Interest in Unionization
The coefficients on the six variables reflecting worker interest in unionization are all of the hypothesized sign. In general, these variables contribute significantly to the explanatory power of the model. Both the number of locals per thousand employed in the state and the change in the number of locals per thousand employed affect the percent vote positively and significantly. The same is true when the variables measuring the percent organized are used. These results are consistent with our hypotheses and indicate that the voting behavior of clerical workers is quite sensitive to the vitality of the labor movement.
Our hypothesis regarding the intimidating effect of strike activity in the state is also supported by the evidence. Higher levels of strike activity lead to a lower proportion of votes for union representation. The health of the industry also has a significant influence on the percent vote. Clerical workers apparently do view unionization as being threatening in a declining industry.
The coefficient on the unemployment rate variable is small in magnitude and not statistically significant. This result is consistent with the findings of other studies, and suggests that clerical workers are no more influenced in their voting behavior by the unemployment rate than are production workers.
The final variable hypothesized to influence the worker's perceived benefit from a union is the wage ratio, which measures median clerical earnings relative to median earnings of all workers. The coefficient reflects the hypothesized negative relationship, but it is neither statistically significant nor large in magnitude. This result is not surprising, because what should really influence the voting behavior of clerical workers is their perception of the equity between their wages and the wages of non-clericals employed by the same company. Our wage ratio variable measures relative earnings at the state level and is therefore only a rough proxy for what we really would like to measure. In addition, at the state level this variable exhibits considerably less variation than would an election-level wage ratio.
Variables Related to Management Resistance to Unions
With one important exception, the coefficients of the variables related to management resistance to unions have the expected sign and are significant. Stipulated elections and regional or Boardordered elections result in a lower proportion of workers voting for representation than in consent elections. The coefficient is larger in magnitude, and more often statistically significant, for the stipulated than for the ordered elections.
The coefficient on the delay variable is the only one that does not have the hypothesized sign. 10 The magnitude of this coefficient is very small, however, and not significantly different from zero. This result may be a reflection of the cautious nature of clerical workers. In clerical units, there is typically a much longer period of organizing activity prior to the petitioning for a vote than in other types of units. In addition, an examination of the delay variable indicates that the average delay is shorter in clerical elections than in elections among other types of workers (1.91 months versus 2.22 months) and the variation in delay is also smaller (a standard deviation of 1.59 months versus 2.84 months). Thus, a delay appears not to have much of an impact on the decisions clerical workers made during the long organizing process.
The coefficient on the clerical employment ratio variable is negative and statistically significant, supporting our hypothesis that higher levels of clerical employment relative to total employment provide a greater incentive to management to resist 10 Concern about possible multicollinearity between the delay variable and the election-type dummy variables led to a re-estimation with the election-type variables excluded. The sign, magnitude, and lack of statistical significance of the coefficient on the delay variable were unaffected. unionization and therefore result in a lower percent vote. The magnitude of the coefficient is small, however.
Miscellaneous Election and Bargaining Unit Characteristics
Two of the miscellaneous election and bargaining unit variables have a significant influence on the percent vote for union representation. The coefficient on the 1/SIZE variable supports the hypothesis of a negative relationship between unit size and percent vote for the union. The multi-union variable also affects the percent vote significantly and positively as hypothesized. Although the coefficient for the voter turnout variable has the hypothesized negative sign, the relationship is not significant.
Importance of Organizer Interviews
Because ours is the first econometric study of NLRB certification elections that generates hypotheses from interviews with union organizers, it is appropriate to evaluate the influence of the interview results on the analysis. Although several previous studies have tested the impact of the level of unionization on election results, none have included variables measuring the change in level of unionization. Our interviews convinced us that for clerical workers a key issue considered in union representation elections is the vitality of the labor movement. We subsequently defined two variables intended to capture vitality, as described above. The statistically significant relationship between these variables and the percent vote for a union lends support to the observations of the organizers.
Also suggested to us by the interviews was the strike variable, which also proves to be significant. Specifically, strike activity in the local area was viewed as an inhibiting factor in clerical organizing campaigns. Although a similar variable has been included in one prior study, it was defined based on the specific union's involvement in large strikes whereas our variable is geographically defined.
Several of the variables we included were suggested to us not only by our interview results, but also by prior research on NLRB certification elections: level of unionization, relative wages, type of election, delay, and clerical employment ratio. In the case of the delay variable, the interviews helped us explain why our results differ from those of other studies. As noted above, delay after the filing of the election petition probably has less impact in clerical campaigns than in campaigns among production workers because the organizing process before filing is usually slow and methodical.
One variable suggested to us by the interviews, change in industry employment, has been tested in a prior study, but with a reverse hypothesis. The positive relationship we predicted (because the union representatives we interviewed saw job loss as a negative influence on attempts to organize clericals) is substantiated by the econometric results.
In short, we believe that the interviews were useful to us both for developing hypotheses and for explaining the results of our econometric tests. We strongly encourage other researchers interested in union organizing efforts to conduct interviews with practitioners from labor organizations, management, governmental agencies, and consulting firms prior to statistical analysis of the NLRB data.
Conclusions
The outcome of union organizing efforts among private sector clerical workers will influence the future makeup, focus, and vitality of the U.S. labor movement. In this paper we have investigated some of the factors that will help determine whether these efforts are successful. Based on interviews with union organizers and an analysis of NLRB elections involving clerical units, we have identified several variables that have a significant impact on the willingness of clerical workers to vote for unionization.
We believe that our most interesting results relate to environmental factors influencing clerical workers' support for unionization. Specifically, clerical workers are more likely to vote for union representation in states where the unions have a strong presence, particularly if the union movement is expanding. Strike activity in a state, however, negatively affects clerical union representation votes. Recent initiatives by some unions to pursue non-strike alternatives (ranging from increased cooperation with management via employee involvement plans to "in-plant" strategies such as work slowdowns) may actually help create an environment more conducive to clerical organizing. Finally, our results indicate that clerical workers are more likely to vote for a union if they work in an industry with increasing employment, a positive note for those unions hoping to organize in the service sector.
Most of our results parallel those of studies of NLRB elections for non-clerical units. The negative relationship between the size of the unit and the pro-union vote indicates that clerical organizers should not ignore small units. Also, as expected, management resistance significantly affects election results, as indicated by our findings regarding stipulated and ordered elections. We have provided further evidence of management effectiveness in this regard by demonstrating a significant negative relationship between employee support for unionization and the clerical share of employment in an industry. Management has a greater incentive to resist clerical unions in clerical-intensive industries, and is more effective in these efforts, than in other industries.
Our findings on the determinants of clerical election outcomes differ from the findings of similar studies covering all NLRB elections in only one important respect: whereas previous studies have demonstrated that election delay has a significant negative impact on union organizing success, we have found no such relationship in clerical units. Although further investigation of this conclusion is warranted, we believe that it is consistent with the relatively slow organizing process typical in clerical campaigns.
A more complete assessment of the potential for organizing clerical workers will require additional research on clerical attitudes toward unions, and on electionspecific details such as relative pay within the firm, union organizing strategies, and management resistance strategies. We believe that our focus on environmental factors is an appropriate starting point for an
